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■ The Token Ineffectual ; The Woman in Academe 

Although there are some very successful academic psychologists 
who happen to be women I will be speaking today on some of the 
difficulties a woman 'faces when joining a-university faculty. Such 
a topic might be disapproved by the notable women in psychology. 

Highly successful women in the sciences sometimes dijplay 
evidence of separating themselves from the rest o£ womankind. One 
group of well established female scientists , insisted, when inter- 
viewed, that they had gotten where they were solely through person- 
al hard work, and that men faced the same obstacles as they did 
in achieving success. Horatio Alger reborn as Henrietta. The 
Horatio Alger Myth is Just that. What successful women sometimes 
fail to consider is that they |ave either: 

1. eschewed typical feminine roles i.e., wife and 
mother I in order to get ahead 
^ 2, relied on other lower ^status women to do those 

I jobs for them 

I 3. or been exceptional, outstanding women. ^ 

J We haven't reached equity when only exceptional superwomen occupy 
roles that are in the main populated by mediocre men. 1 

My particular topic is the woman in academia. This topic is 
attracting increasing attention in the literature. I will speak 
today from a somewhat more personalized view. It was my good 
fortune to be the only woman faculty member in a 35 member psych- 
ology department for three yearr .■ The experience crystallized 
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some relatively vague feelings about what it means to be femalG 
in a male dominated environment,. There were some other women 
in other departments of the university, No"t many, so we slowly 
became friends through seminars, lunches, and shared committee 
assignments (most committees need women). The observations I 
will share with you today are drawn from my o\m experience, and 
- the observations I gathered from twenty or so other female 
professors. In addition I will briefly describe a training 
unit I developed for advanced psychology graduate students based 
on my interpretations of the social psychology literature con- 
cerning jfower and leadership assumption. Finally, the effects 
of the training will be provided. 

To be the only woman or on© of a very few wome}. on a faculty 
places the woman in the role of token, x^o be a token is to be 
marginal , a representative of all women, segregated , stereotyped , 
and exploited . 

_ Let me expand on some of these concommltants of tokenism. 
This giant victory that women have won! Being the only o le of 
anything; woman, black, hispanic, or other, means that you are 
at least initially out of of the mainstream of the social life 

'of the host group. Being different in America has always meant 
.being isolated. Some^ high level administrators in education 

/have admitted not hirlTig ^women because of the home problems that 
late night working with women wo^ld cause at home. Some of. the 
same reluctance to engage with the new *^woman*' on the faculty 
is probably due to the same reasoning. Every woman professor ' 
I've known has reported being invited tc the faculty wives' club 
soon aft'jr their arrival on campus. All rejected the invitation 
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with some huffiness (I did too). In thinking over the paths 
toward influence and power in academic settings as I now^ see 
thenij some groundwork and reassurance to the women indirectly 
involved with the faculty Ci.e. wives) may be a good idea. 
Sexism and sexuality are thus intertwined. 

In addition to the personal loneliness that this segrega- 
tion from the mainstream of social life engenders, it also; means 
limited or no access to the casual infoprmal networks that so 
quickly encompass new male faculty- -golf games, tennis, beers, 
and so on. I have an amusing example.. When the- ongoing d es 
group on my faculty needed a new fourth, they invited my husband. 
No one even inquired as to my tennis prowess. Wouldn't it seem 
strange in our present culture to bypass the male colleague to 
invite his wife into an activity peopled by^-fehe husband's pro- 
fessional associates? It, did not .seem strange to anyone. Or 
when I inquired about our faculty-student Softball team I was 
immediately referred to a graduate student's wife who was try- 
ing to get a team going. I didn't even get an audition. 

Now you might ask, what does tennis and softball have to 
do with gaining influence and power in an academic career? Maybe 
nothing, or maybe a lot. Current research indicates to me tha.t 
informal .contacts, mentors, and friends are important contributors 
to gaining status within an organization. Can you think of how' 
many of your journal articles or grant proposals were born during 
discussions over coffee or after a game. I have even observed two 
male faculty members at another university talking about grant- 
collaboration at-a little league football game (while their wives 



kept up with the younger children)- How - Mnportant comniit-- 



uhe heaviest 
: for all women I 
jest approxi^ 
V- feeling self- 

a lot they wor- 
.ey are quiet they 
.apllant * It is very 
}r to do when you real- ' 



tee assignments are decided based on r 'arlty and 

confidence in the person/ 

The burden of representat iven 
that the token bears. How unfair 
But 3 v/hen no other v/omen are aroi; 
matlon as to how '-women" behave. 
. conscious about their ^behaviors * 
ry about being seen as a chatter 
are afraid of seeming passive 5 ar 
easy to say^ --Be yourself." It 
ize that others do not see you as Just you. Even positive 
feedback about your role model characteristics (and we all know 
now how Important role models are) is a llttle^ scary. What if 
a woman comes back and slurs a word and laughs too loud after 
-^-glass of wine at lunch. Surely a fevr male faculty members 
have done as much. I can imagine the appraisal 3 "She is break- 
ing under the strain of being a woman on this faculty." Every 
faculty has good teachers j bad teachers ^ publishers ^ non pub- 
lishers ^ . and so on. 'That is ^okay since v/e come to realise on 
psychology faculties that all men are not good teachers 5 but 
some are. Some men publish^ but others do not* This freedom 
Is given to the males among us simply because a critical mass 
exists for each man to stand for himself. Sex is not the only 
discriminating variable. I've heard students camplain about 
behaviorls ts ^ or dogmatically dynamically oriented professors 
as if they had experienced the universe of such^people in the 



person of one. SeXj however, Is a variable which ia status 
laden in our culture. It is lov/er status to be a woman. Status 
and power are closely related. Behavlorlsts have high status 
In at least a few departments. 

Exploitation is another issue. Every committee looks better 
if there ir a minority member. Although women are scarce they 
are more plentiful than blacks or hispanlcsj or native amerlcan 
Indians. Some committees will not be approved without an minor- 
ity member. This Is especially true of faculty search committees 
■ V/hereas senior professors will advise new people to "lock your 
door and write" new women find their mailboxes piled with direc- 
tlves.to be on various departmental and university level com- , 
mittees. This is a complex issue In terms of gaining power. 
Some committee exposure Is good for the woman. Too much com- 
mittee takes time away from scholarly work with consequent tenure 
and promotion problems. Many of the women I surveyed said that 
they were not told that their committee hours would not be re- 
warded. University service at most universities is not seen as 
proof .of scholarship. Everyone who has been there for a v/hile 
knows that. Why doesn't someone tell women who tend. to be in 
the greatest demand. 

Another angle on committee work is the potential f or 'iffaking 
changes in the University t,hat would allow for the hiring of more 
women. Hiring is an important first step. It seemed to me and 
to others I've spoken with that the credibility of the ^search 
process was quite variable. Thus making the time commitment 
risky in terms of change potential. Here's the range I personally 
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encountered. 1. After appaintment to the commjttee I heard ' 
nothing until I received the schedule-f or-the-day of the candi- 
date. ■ I was not even on the schedule. 2. I labored for iioura 
probably about 80 or 90 hours, reviewing vitae only to discover 
that the program faculty had vetoe powers and that the rankings 
of the committee had for the most part been Ignored . 2. And 
finally, there were committees where democracy prevailed. Fair 
national searches were accomplished. My input was sought, and 
apparently valued. (Let me add parenthetically that of the 3 
committees -I served In which followed (3)- 2 resulted in hiring 
a woman- all three at least Invited a woman). 

These descriptions meshed with the experience of other 
women and other men. The hiring of new faculty is often in 
the hands of . powerful, 'teriured prof essors . Almost all of these.- 
are men, Of course there were many, many other committees that 
wanted more of the scarce women. Women began to refuse all cross 
departmental assignments, because they were in such demand ^at 
their own department , 

Tokens sometimes have high visibility along with their low 
power. This involves them In more counseling of female graduate 
students. Although I think that counseling female graduate 
students is a very worthwhile way to spend time, I am aware that 
1. it is" time taken away from tasks that will Incrfiase status, 
and 2. It is nonstrategic to encourage female graduate students 
to form their major professor ties with underpowered faculty. 

Another issue that women professionals face especially Is 
that they Judge themselves and are Judged according to how well 



they combine occupation and family centered roles. They find 
themselves in academe, which has been described by sociologists 
as a Job for the "family free man." That is, a Job that demands 
long uninterrupted times to write and reflect, travel to pro=- 
fesslonal meetings, strategic career moves, and close relation^ 
ships with graduate students of both sexes. A wonderful dean 
I once served, ttnder told his new faculty that success at his 
university demanded 80 hours a week of work. He himself devoted 
far more than 80 hours. He also had a wife that fllle^l his 
desk drawer, with lunch and snacks, cleaned his h:. cooked, his 
meals, and so on. She would laughingly report that he had never 
changed a diaper or fed either of their two daughters. Women 
^ faced with this Job tend, however, as attribution research has 
suggested, not to see the- Job demands as" unreasonable,, but them- 
selves as unworthy. There is only one right way to be. in academe 
And women, who are not family free, have difficulty meshing the 
demands from the two systems. 

(Critical tenure years for both male and female ' professors 
tend -to fall during the professional wom.an's optimal chlldbearing 
years, 26-33. Yet the rules are Inflexible concerning years^ 
toward tenure, even though having chll4r'en is good for future 
, enr .ments . ) 

■ p summary, how do we get power within the university: 
tenure, promotion, grants, students- and publications . Women 
at universities report that 1) their nurturance and guidance of 
other women will not give them tenure or promotion; 2) their 
exclusion from Informal networks or troubled access to such 



networks makes some of the above activities difficult j 3) their 
typically divided loyalties between human and task concer-'ns can 
interfere with accomplishing the above activities • 4) their 
typically divided loyalties between family and career can inter- 
fere with the above power facilitators j 5) their behavior (like 
men's behaviors) is shaped by their ■ organizatlonall contexts 
non-supportive contexts can decrease productivity. '< 

One woman reported a faculty ' development plan being imple- 
mented at her university. It involved many elaborate ways to 
link younger and older colleagues, seminars, etc. It all 
seem.ed wonderful until she reallzed^ that the powerful men in 
her department felt that anyone who needed that much help didn't 
deserve to stay on the faculty. 

The picture I have painted thus far seem's gloomy. There 
are variables quite apart fi/om the Indiyldual charaeterlstics 
of the woman that affect her attempts to gain influence on a 
university faculty. I believed, however, that we had learned 
enough through psychological research to have an effect on sta- 
tus variables. Personal modification of behavior is one strategy 
There is an enormous psychological literature devoted to leader- 
ship and power concerns. Though most of this is based on white 
college or ^military males, some of t^e laboratory generated 
insight m^ay hold premise for' increasing personal power, among 
women in academe. For example, eye contact, initiating rern?n-kg^ 
open relaxed bodily -postures , verbalizations aimed at the whole 
group, and sitting at the head of a table are "all simple be- . 
havloral tendencies of people who are seen as leaders. These 



□ eemecJ po simple and v/ell known that I did not think to tell 
my graduate student "psychologists about them. Until, that Is^ 
I began to hear rumblings; from the externship sites, Super^ 
visor ratings of these young psychologists were markedly dif^ ' 
ferent-by sex of trainee. On one 36 Item skills checklist 3 
males scored significantly higher on 29 of the skills. This 
pu22led-me because there really was^ not' much differenGe among 
the students In terms of age, experience ^ prior degrees^ in- 
tellectual skills, and so on. In addition to the numerical 
differences, the supervl^sors^ tended to include^ something nega-- 
tlve about the woman tral^lnee in their responses to the open 
ended evaluation questions. For exa?nple^ women were called 
brusque, dependent, aggressive and . passive^ headstrong or too 
compliant. It seemed to me that the women were badly Judged 
for violating femlhine stereotypes and meeting i feminine stereo^ 
types. One year, one male received what was meant as a nega-- 
tlve comment, "acts feminine." 

Although have expanded on the problfms of tokenism for 
university professors, these women trainees were not tokens, 
they were women in a graduate program that was 501 female and 
working In school organizations that are mainly peopled by wo- 
men. As you know, however, despite the greater number of women 
educators, women hold only a very small percentage oT the ad- 
ministrative posts. V/omen psychologists In schools are like 
women In^ schools. They, have less sWtus in contrast to the 
male psychologists who may be ldentl\fled with the prevaillne 
male ^administrator model. The largei issue of sex role 



steraotyping seemed zoo long range and massive a .problem uo taakla 
With any hope oT improving my studentB^ immediate oltuationis , 1 
thought, hov/ever, that we knew enough from research and I had 
learned enough in my position on the faculty to Improvise a train^ 
Ing program for the young psychologists. 

The training included role plays , simulations and didactic; 
Inputs based on zhe i-esearch llteraturG. We made haavy use 'of 

i 

videotaping and feedback. 

In addition to the personal behavior modlMcation program 
I began. to network with the supervisors. I was hoping that I 
could improve the students' position with supervisors by Increas-f' 
ing my status with ^supervisors . The connections with supervisors 
lead to my appointment as a hearing officer. (I never did any i, , 
"hearing" but I did then hold a. high status ' J ob ■ in the eyes of 
district personnel.) Other activities resulted in my appointment 
to the board of directors- of the county ARC, and some appearances 
on a local station talk show. You would be surprised how easy 
It Is to arrange to be 'on TV. Also, 1 began to self-consciously 
seek out collaboration with like minded people, male and female. 
Suddenly, T was the untenured memiber of the promotions and tenure 
committee arid . on another powerful publications comi^ittee. I at- 
tribute my good experiences as the -only woman on a psychology 
faculty to careful application of leadership and organizational 
-principles. I hoped that my positive experiences would help my 
students. As you know, status Is raised by being around high 
status people. ''Some positive prominence among peers is very- help- 
ful to your students'." 



I encouraged the^^ students to take leadership positions at 
their externshlp sites* These were mainly heading up Gominlttees 
of some .sort, . I hoped that the. experience in leading would be 
important and being seen as leader would improve the overall, 
^status of the female psyciiologists , ^ , - - 

- The training and my^ own efforts have. been, procedlng for three 

' ■ I ■ - ■ 

years. 1 have been able to compare three groups on evaluation 

data^ self vmpovV^ requests, for psychologists 3 Job placement and 
technique usage. The change in the women has been very . strong * 
TK% men are doing even better. " -^^ 
I A problem for the women seem to be^ "What, is an appropriate 
.female power model?" If my modeling characteristies or style 
were, not salient enough for some of the womenv they^ were without 
. another to emulate. The :Oonceptuallzatlon of ^hat female power s 
should be is an' interesting question* I have just -^escribed 
gaining "^influence in a male dominated envlronmen^fc uiing strategies 
that men use. If . I orr^my female student s-/w^^^^ tO'^^really b.ecdme 
powerful 3 how would we be difi'erent froiri;-the mal;e models We 
^observe.- iome^mefn use power wisely. Most people with .power do= ■ . 
not : be ^ at, the vanguards of establishing^^ new ^model 

of power? Is that delusional thinking? Can an underpowered 
minority shoulder the burden fqi^'cbfing^up: with n6w w to ' 
^Judiciously use Influence. XDo we meed . I , ■ ^ 

And 5^ how' important is personal change. Js^promotihg^the idea 
of leadership training simply a'Tdis^guised form of blaming the.vlc- 
.tW. Maybe: not ^ since men in managerlal^posltions often go for 
Special training =ln similar skills. Hbw^verJ^ womn who engage 



ln\ professional improvement programs, face the added pressure of 
knowing that many "~p#«^e don't want them to change. "Stay Just 
the way you aije." In Texa^ we say women have trouble in organl- ■ 
zatlons If they are not neat, ^ sweet, and petite. 2 Of course, 
they have trouble if they are. There are not many neat , sweet, 
petite corporate managers or full, prof essors . 

I think that the personal change component of training is 
important, I think that guidelines about networking are even 
more Important. Women/tend to act less independently not because 
_ they are simply mbre dependent, but because they are In low status 
positions In the^r organizations, (some business studies show men , 
to act slmllarlV In similar positions) , have been socialized to 
behave in dependent ways,. and are currently inferpersonally re- 
warded for such styles. The- new behaviors. taught women need to - 
find supportive contexts*. This is how networking can helpl Such 
supportive contexts -are r^re m academic settings and in other 
educational settings. Tokens will not change the University. 
Without male allies or a critical mass of w^men In powerful, posi- 
tions, the efforts of a single one , no matter how dramatic , Is 
unrelated to the large social issue, 'if you do well, you are 
called exceptional^, and there are "nqt many more like you." 
(That 's true, there, are not lot's of exceptional people) . If you 
do badly; it is what was expected^ alA along. Either case makes -no 
progress for women. , ■ ■ ^ 

,The wo^ academe must continue to work for her own enhance 

ment and^Uiat of her students, both male and female. Did Freud say 
"What^ls^,i%^that these women want." i . understand his bewiMerment. 



I want and the women I know want the world to change. We are 
willing to work toward that change^ even while knowing. that we 
cannot do it alone* We waxit ^ perhaps ^ the linpossible. within 
our lifetimes, / 
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Foot notes 



Thank you to Dr. Barbara Presnall for Golhing this tei^m, 
Texas Woman's University. / - " 

Thank you to Dr, Harriet Aronson for the use of that 
description, r^North Texas State University, 



,. RIFERENCES ' 

Archer, D. The face of poweri Phyaloal attractiveness as non- 
predictor of small group stratification. Proceedings of the 
8lst Annual Convention of the American Psychological Associa- 
tion, 1973, 8-^pmrt 1)s. 177-178. : ■ ■ 
Bales, R.P. Reply to Keller's comment. American Sociological Re - ^ 

view. 1951 , X&'' 8if3. V 
Bechtel, R.B.., & Rosenfeld, H.M, Expectations of social ■ accep- 
tance and compatibility as related to status^ dlsti-epancy and 
so cj.al. motives. Journal of Personall:ty and Social Psychologv . 
196i, a (3). 3ifif-3if9. . 
J_ Beckham, .B. ft Aronson, H, Selection of jury foremen as a measure 

of the social status of women* Psyhhologlcal Reports . 1978. 

, Berger, J. , Cohen, B.P. , ' & Zelditch, M.^ Jr. Status cWaracter- ' • 
' Istics and. social. interaction. American Sociological Review . 
. 1972, IZr (3 June): 2^1-25?. ' / '. 

Berkowlt'Z, L. ,. Sharing leadership In small, decision making groiips. ' 
Journal of Abnormal and Social Psychology . 19?^. 1+8; 231 -238, ' 
;«Bevan, W. , Albert,, R.S>, Loiseaux, ' P.R. ^-^Mayf^eld , ■ P.N/', & Wright, Q. 
Jury behavior as a function of the prestige of the foreman 
. and the nature of his leadership. Journal of Public Law . igjS,'. 

; 7,. >i 9-^1+9. ' ' . ;.■ .■ ■ V' ' .^^^^^^ , ..V ■ \ ■ : . 

. Blklen, S.K. & Brannlgan,- M. - Women and Eduo^ionaJ. Leadership . ' 
' • Lexihgtoh Booksi D.C, ifeath, 1980, ^.: . ./ 



ERIC; ^ 



Brown, D.O, Sex-role preference in young children.' Psychological 
Monographs. 1956, 70,. No. Ilf (Whole No. 105). ■ • 

Carter, .L.F., Haythorn, W. , Shriver, E. , ^ Lanzetta, J. The 
behavior of leaders and other group memberi. Journal of 
Abnormal and Social Psychology . 1951, h6;i 5'8^9-595. 

Davie, J.S., & Hare, A. P. Buttondown collar cultures A study of 
undergraduate life at a men's college. Human .Organization . 
1956, 1^ i^)t 13-20. ^ . 

Davis, J. H,, Bates, P. A. &. Nealey, S.M. Long-term groups and 

comV^ex problem solving.' Oraariizatlonal Behavior and Human 
Performance. 1971 . 6 (1 January) 1 28-35.' / ' 

Dubno, P,\^ Decision time characteristics of leaders and group 
probl^n solving behavior. Journal of Social Psychology . 
. ^, 1963, \^: (2 April) s 259-882.' 

Freese, L. Condltons for statuk' equality in Informal task groups-. 

So'ciometry . -1 97^+5 2Z ( 2 June ) 1 171+-I88. 
Geier", J.G, A trait approach to the study of leadership in small ' 

, groups.-: Jg umal of. bommun 1 cat ion . 1967, _XZ C'+) : 316^323, • 
Gibb, C.A.- ''Leadership.'' In Lindzey (ea.) Handbo^ of Social 

PsycholQg-y. pp. ,877-920. Cambridge, Mass. 1 Addison Wesley^'. 

' '195^. ^ ■ _ ' " . ■ , * ^ . ■ . , - 

Gc>ldberg, Pi,A., Are women prejudiced against women? Trans -Act ion . 

1968, 5''C5)J 28^30. : . ' , ' ■ " ', 

Hare, A.-P. Handbdok of Small Group Research' . ■ Second Editioni.: 

YQrki Free Press, , ■ > '.^v^ -* 

Hare,' A. p. .Small group discussions with participatory and super- 

ylsory leadership. Journal of Abnormal and Social Psvohologv . 

1953) M' 273-275. \ , , 



^ Hare, A.P, Situational dlfterences in leader behavior* Journal . 
of Abnormal and SQcial Psychology ,' 19^7. g5j 132-135,. 
Hemphill, J .K, Situational factors in leadership* Ohio State 

University Educational Research Monographs * 19^9, 32* 
Keller, J*B* Comment on "Channels of Gommunication in small groups* 
American SoGiolo^lnal Review ^ 19^1^ l^s 8^2-8^-3* 
e, J,F>5 & Boss, J.L* Women in industry * Lexington, Mass*i 
Lexington Books, \l 973. ^ ^ 

j N*/ Women in American politics 1 an overview, In J* Freeman 

- I . \ 

< i i N ■ i 

' (Ed. ), Women; a feminist Dersoectlve . Palo Alto, Calif,.: 

Mayfleld Publ., .1975.' Pp. 16^-385. \ 
{ ■ , ■ / \ 

Moore, J.C. Status and Influence in small group Interactions. \ 

Sociometrv . 1968, 31(1 March) 1 4-7-63,, ' ^ 

Murphy, I.L. ^blle polioy on the status of women . Lexingto^, 

Mass. : Lexington-'Books, I973. 
Preston, M.G, & Heintz,/ R.K. Effects of participatory versus; su- 

.pervlsory leadership on group gudgement. Journal of Abnormal 

and Social /PsychAloqY ^ lflt).Q^ l^.^ 

Read, P*B. Source of authority and legitimation/ of leadership 

in small groups. Sociometrv . 197^' 1^ fP June)i 180-204-. , 

Schuti;, W.C. , "The ego,' FIRO , theory and the leader as a completery . 
In L. Petrulio and B.M, Bass .(gds.) €,eadership knd Infeper -' ' 
sonal Behavior. / pp.: 4-8-6?. New .Yorki\ Holt ,^ Rihehart , & ' ■ 
' Wilson, 1961. * . ■:■ \ ■ ; ' 

Soontrlno, M.P. The effects of fulfilling and violating gr^p •> 

"Hi V members ' expectations about leadership style. ' Qrganizatlonai v. 
Behavior and' . Human Performance . 1972, 8 (1 Au.|ust) s I1I8-I38. 



Smlthi R»J,5 & Cookj Leadership in dyadic groups as a fimc- 

tiQn of dominance and incentives^. Socionietry , 1973, 36 (^) • 
561-568. 

Snyder, W^C. Bex role, differential and Juror decisions. Soci - 
ology and Social Researoh , 1971 ? 55, ^-M-S'-M-W/ I 

Sorrentino, R.M* fiji extension of theory of achievement motiva- 
tion to the study of emergent leadership* . Journal of Per - 
sonality and Social Psychology , 1973, 26 (3 June) i 356-368* 

Stang, :D,J* Effect of o.nte^aubion rate on ratings of leadership 
and liking* Journal of Personality and Social Psychology ^ 
1973, 22 (3 September) s .%05-^08. 

Stephan, F.F* , & Mlshler , .E*G. The distribution bf participation 
In small groups 1 An exponential approximation*' American 
Soclologioal Review . 1952, 12i 598-608. 

Strodtbeck, F.L* Husband and wife interaction over revealed 

differences/ Amerioan Sooiologloal Review , 1951? li* W8» 

S^rodtbjsck, F;iL. & Hook, L,H* The social dimensions of^ a twelve- 
\^ man juryi stable. Sodlometry, 1961? ^ Pecember)i. 397-M-1 5* 

Strodtbeck, F.L*,^ & Mann, R.D, ^ Sex role differentiation in jury 

\ ^ ■ ■ " / ■ ' ^ . ' r ^ ■ ■ : 

\ deliberations m • SQclometry ^ 1^56, "12.1 3-11 11 

Strbdtbeck, F*L.5 James, R,M., & Itewklns, C, Social status in ^ 

\ jury deliberations, Ajterican Soclolbglcal Review , 1957, 22, 

W 713-719. ^' , ^ ' : \ r ^ ^ [ 

Ilger)/ L* Men in Groups > New York s Random House 5^ 1969/ 



U'Ren, M. The image of women in textbooks. In V. Oornlok & 

B. Morgan (Eds.) J Women In gexlst society . New York i Basic 
Books, 1971, Pp. 318-328. / 

Wiley, M.G. Sex roles .in games. Soclometrv . 1Q7^. ^ (M- December) 

' ?26-5M . . <■ ■ , / \ ■ . ; .\ 

Women Today . 1971, Tj, No, 1. ■ 

Zeisel, H. Some dat a In .iuror' att ittj des towards capital punish - 
meat. Chicagoi Geiiter fo^^ the Study. of Criminal Justice, 
Univer. of Chicago, 1968./ 

Zigon, F.J, , & Cannon, J. R. ^Processes and ; outcomes of group, dis- 
cussiM^ as related to/leader behaviors, i. Journal^ of Educa - 
tional Research. 197^/ 62 1 5 January ) 199-201.' ' 

Zlller, R.C., & Exllne, Some consequences of age hetero- , 
geneity in decision-making groups, i So^iometrv . 19'?8j 
198-211. / ' ' ' ^ 



